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Abstract: Employee retention perspectives have become an issue of concern 
for most organisations keeping the plethora of changes occurring in the 
business landscape. Considering this, it has become imperative to understand 
the factors especially social factors that govern employee intention to stay in 
organisations. The study explores the implication of social factors like 
supervisor support, co-worker support, social network, and group cohesiveness 
on employee intention to stay in information technology firms in and around 
cities in North India. Earlier research have been conducted exploring the role of 
contextual factors on employee retention mostly in overseas perspectives, 
leaving grounds for further research particularly in the Indian context. Findings 
of the study indicate that group cohesiveness mediated the relationship of  
co-worker support and social network with employee intention to stay. 
Supervisor support on the other hand, had significant influence on employee 
intention to stay, apart from influencing social network and co-worker support. 
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1 Introduction 

Employee retention has been an issue of concern and priority for organisations (Kumar 
and Arora, 2012) and academic researchers. HR think tanks had constantly been in 
dilemma why people decided to quit and joined other organisations. Employee  
retention can be described as the perspective used by the management of an organisation 
to enhance the tenure of employment of an individual with that organisation (Swarnalatha 
and Vasantham, 2015), Ghosh et al. (2013) had contended that employee retention could 
be presented in terms of either ‘intention to stay (ITS)’ or ‘intention to leave (quit)’. 
Nancarrow et al. (2014) had further explained that ITS could be considered as a more 
affirmative construct explaining employee retention in organisations. 

Stauss et al. (2001) indicated that employee ITS was closely associated with their 
likings, identity, commitment, trust, readiness to refer and being re-associated with their 
organisations. In this context, Chaminade (2007) had emphasised on the development of 
a conducive organisational environment which engages employees for the longer 
perspective was more important. Abelson (1993) on the other hand expressed the 
importance of managing employee turnover as one of the most important strategic 
priorities in an organisation. In a very recent report prepared by Future Workplace and 
Kronos and published by Fortune magazine (Schawbel, 2016) it was indicated that 87% 
of employers perceived that improving the effectiveness of people being retained was a 
crucial priority for their companies. The relevance of this important issue has been 
described to be more challenging considering the growing unstable or volatile business 
scenarios (Capplan and Teese, 1997). The importance of ensuring the retention of highly 
skilled employees by organisations had been justified in the study conducted by 
Rappaport et al. (2003). Tetteh et al. (2019) argued that employees having higher 
organisation-based self-esteem are most likely to show higher ITS in their organisations. 
In a qualitative study Olubiyi et al. (2019) on employees working in the retail sector it 
was found that friendly work environment and support was considered to be important 
for employee job satisfaction. Important evidence regarding the consequences of 
employee attrition could be put forward from the studies conducted by Abbasi and 
Hollman (2000) and Fitz-Enz (1997). Several authors like Griffeth and Hom (1995, 
2001), Griffeth et al. (2000), Ramlall (2003) and Bridges (1991) had discussed the 
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relevance of employee ITS as one of the crucial indicators for improving organisational 
competitiveness. Prior research had clearly established the role of organisational, 
psychological and contextual factors influencing employee retention (Holtom et al., 
2008). With so many views and intense studies conducted in the past especially on the 
area of understanding the intent to stay in organisations the current study aims to explore 
the understanding on employee ITS from the context of social factors that connect 
employees to their organisations. Social factors seem to connect employees with deeper 
organisational contexts whose understanding requires rational and emotional 
understanding of hidden currents of expressions among the employees. 

2 Review of literature 

Social factors 

Social factors could be described as issues pertaining to the social environment of an 
organisation which influenced employee behaviour and performance. Research findings 
(Holtom et al., 2008) have indicated that social factors had been gaining more and more 
relevance in employee ITS perspectives. These authors had pointed out the growing 
relevance of social networks in employee retention particularly considering people 
working across various cultures. Abelson (1993) had previously pointed out that social 
information processes played an important role for bringing down withdrawal cognitions 
among employees. In this regard researchers like O’Reilly et al. (1989) had shown that 
social integration perspectives had important contribution for decreasing turnover 
behavioural tendencies among employees. Further studies conducted by McPherson et al. 
(1992) had also shown that people having more attachment with their organisational 
social networks were less likely to take decisions to leave their organisations. Another 
study conducted by Friedman and Holtom (2002) had revealed the importance of social 
embedding as one of the important perspectives to retain employees. They discussed that 
this could be achieved by bringing about mentorship activities and implementing social 
inclusion programs in the organisation. On the other hand the research study of Wright 
and Bonett (2007) and Agrela et al. (2008) had shown that apart from psychological 
satisfaction and happiness, the social factors influenced employee satisfaction-turnover 
relationships. In a recent paper Pichler et al. (2012) had discussed the roles of various 
factors like value similarity, collectivism, social support and role information as 
important determinants of social categorisation of expatriates working in India. It can be 
contended that social factors or antecedents could be considered as one of the important 
causal factors influencing employee ITS. 

2.1 Supervisor support 

Maertz et al. (2007) were of the opinion that employees were concerned regarding the 
extent to which their superiors were caring and willing for their well-being in the 
organisation. Eisenberger and Rhoades (2002) had defined supervisory assistance as 
‘perceived supervisor support’ (PSS). They indicated that PSS could be described as a 
social exchange construct which explained the perception of the employees regarding the 
extent to which their supervisors gave due consideration and importance to employee 
performance effectiveness and expressed their concerns regarding the overall well-being 
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of employees working in the organisation. Afzal et al. (2019) explored the mediating 
interrelationships of supervisor support with employee turnover intention and task 
performance. The study revealed that supervisor support had a negative influence on 
turnover intention under the mediation of employee self-efficacy. Authors like Payne and 
Huffman (2005) had strongly contended that supervisor support was an important causal 
factor in mediating relationships within an organisation. This could be further justified by 
the study of Chen and Chiu (2008) pointed out that supervisory support played an 
important role influencing employee organisation commitment. Another study conducted 
by Kroon and Freese (2013) discussed that employee turnover intentions had significant 
negative interrelationship with career development support and supervisor support. On 
the other hand Rousseau and Aubé (2010) had pointed out that supervisory support,  
co-worker support, ambient working environment and availability of job resources 
influenced the affective commitment of employees. Russo and Morandin (2019) have 
pointed out that supervisors have the power to encourage (or discourage) employees from 
using family-friendly policies through their attitudes and behaviours. Zhang et al. (2019) 
pointed out that PSS played an important role mediating the interrelationship between 
supervisor developmental feedback and employee voice. Mayo et al. (2012) discussed the 
role of supervisory and co-worker support for buffering the role conflict and stress at the 
workplace. Gentry et al. (2007) further indicated that PSS of blue-collar part time 
employees had interrelationships with their ITS. Another research conducted by Cheng  
et al. (2003) had revealed that supervisory support had important implications on 
employee (subordinate) satisfaction. Further the study of Tuzun and Kalemci Arzu (2012) 
had clearly discussed the importance of supervisory support on employee turnover 
intentions. The above evidence thereby strongly contends the role of supervisor support 
for having influences on employee ITS. 

2.2 Co-worker support 

Virtanen and Isotalus (2011) had described social support as one of the most important 
amalgamating and remedial expressions needed for the well-being and survival of people 
in organisations. Kasprzak (2010) discussed the concept of social support of an employee 
working in an organisation in terms of his work relationships with his co-workers, 
supervisors, relationships among people in their work groups also as the support received 
from family members, friends and others. Worku et al. (2019) indicated that co-worker 
support was an important consideration for the job satisfaction of health workers.  
Woo and Chelladurai (2012) had expressed similar opinions ascribing that perceived 
support of an employee in an organisation was the combination of co-worker support, 
supervisor support, and organisational support. House et al. (1985) had described social 
support as a combination of three important resources namely instrumental resources, 
informational resources, and emotional resources. Charoensukmongkol (2014) and 
Charoensukmongkol et al. (2016) contended that co-worker and supervisor support had 
direct as well as indirect implications on employee job satisfaction. Bakiev (2013) had 
justified that co-worker trust was important for successful feedback and interpersonal 
behaviour in organisations. Hamilton (2007) on the other hand had indicated that 
workplace companionship was important for ensuring employees feeling satisfied with 
their workplace and reducing their work related tensions. Jungert (2012) on the other 
hand had shown that co-worker support had significant interrelationship with employee 
self-efficacy and performance. Further the research conducted by Yang et al. (2015) had 
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also shown that co-worker support had a negative impact on job stress of employees.  
A recent study conducted by Tarigan and Ariani (2015) revealed that co-worker relations 
had significant influence on the psyche of employees which further influenced their job 
engagement intentions in their work place. Chou (2015) on the other hand had indicated 
that co-worker support had significant interrelationship with the subjective well-being of 
employees. Yang et al. (2019b) it can be justified that supervisor support and co-worker 
support were interrelated to each other. Vera et al. (2016) had shown that social support 
from supervisors and co-workers had positive interrelationships with employee work 
engagement. Another study conducted by Cloninger et al. (2015) indicated that 
personality and co-worker support were important for managing employee work conflict 
and relationships. Based on the above review it can be understood that co-worker support 
is an important consideration in the work-life of an employee particularly for providing 
job support, emotional support and relieving work place tensions leading to their 
subjective well- being in organisations. These research evidences indirectly also justify 
further probe whether co-worker support have any role as social factor in employee ITS 
in organisations. 

2.3 Social network 

Authors like Borgatti and Foster (2003) and Brass et al. (2004) had indicated the growing 
relevance of social networks in employee performance and satisfaction in organisations. 
Moynihan and Pandey (2008) had strongly contended that the social network view of 
employee retention research focused mainly on the relational perspectives of employee 
work-life in organisations. Social networks in this regard can be described as social 
configurations involving continuing relationships in between various social stakeholders 
pertaining to an organisation like the employees as individuals, groups of people, and 
even the organisation as a whole (Cook and Whitmeyer, 1992). 

Manev and Stevenson (2001) had pointed out that social networks acted as 
interpersonal bridges facilitating mutual relationships between the employees. They 
further justified that social networks helped the transfer of social, physical, information 
and other resources among people and their peers in organisations. In this regard, Yoon 
and Suh (2003) pointed out that social networks influenced employee performance and 
organisational commitment. These authors had also indicated that socialising activities 
and social networking increased employee performance and their well-being. Holtom  
et al. (2008) argued that social networks resulted in employee embedding leading to their 
inclusion within their organisations. The study conducted by these authors contended that 
social networks facilitated employee retention in organisations. Hwang et al. (2019) and 
Brewer and Chen (2007) were of the opinion that social networks facilitated employee 
embedding by bringing about in-group reciprocal bonds and attachments with one 
another. Further van Stormbroek-Burgers et al. (2011) had also indicated that similarity 
and homogeneity in social networks played a crucial role for bringing about individual 
identification and this influencing employee performance. Wright (2016) on the other 
hand had indicated that social networks were beneficial for facilitating interpersonal 
support and bringing about favourable health outcomes in people. The available literature 
thereby strongly justifies that there could be a favourable role of social network 
influencing employee ITS which could be further explored in the study. 
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2.4 Group cohesiveness 

Urien et al. (2017) had indicated group cohesiveness was an important social factor 
which is required for managing organisational as well as job performance related 
demands. Similar opinion had been reflected in the studies conducted by authors like 
Evans and Dion (2012), Rico et al. (2011) and Smith et al. (2013b). These described 
group cohesion as one of the most crucial contributing factor leading to the success of 
group performance. Tourangeau and Cranley (2006) had described group cohesion as the 
degree of attraction perceived by the group members towards each other as well as 
towards their work group and also their intention to remain attached as a member  
of that group. A study conducted by Chen et al. (2005) had indicated the role of group 
leadership support, procedural justice climate, group cohesiveness, goal congruence, 
group homogeneity and group affective tone as important factors leading to group 
citizenship behaviour of employees which influenced the overall effectiveness of the 
group and employee turnover intentions. A study conducted by Li et al. (2014a, 2014b) 
had shown that group cohesiveness played an important role for reducing the negative 
effects of stress and improving organisational commitment. Another study conducted by  
Wu et al. (2015) had shown that employee job satisfaction mediated the impact of group 
task-satisfaction on their turnover intention and overall performance. The literature 
thereby contends that group cohesiveness could have important implications on employee 
ITS. 

Authors like Milkovich and Boudreau (1997) were a few among such researchers 
whose study had highlighted the importance of the contextual factors. This led other 
authors like Baron et al. (2001) to study contextual issues such as manager-subordinate 
relations; lack of development opportunities, commitments & responsibilities at home 
(Milkovich and Boudreau, 1997). Researchers like Ghiselli et al. (2001) and Mitchell  
et al. (2001) had used employee ITS as an important predictor of employee retention in 
an organisation. 

Based on the above literature the summated view of the understandings has been 
conceptualised for hypothesis development. However it is clear from above that: 

• There is a lack of thorough understanding of the role of supervisor support,  
co-worker support, social network and group cohesiveness as social antecedents 
influencing employee ITS in the Indian context which could impact employee ITS. 

The research questions that emerge from the above understandings are: 

• Do the social antecedents like supervisor support, co-worker support, social network, 
group cohesiveness have any impact on employee ITS in the Indian context? 

The hypothesis which could be evolved from the above research understanding and 
research questions is as follows: 

H1 Supervisor support, co-worker support, group cohesiveness and social network have 
implications on employee ITS. 
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Figure 1 Proposed research model (see online version for colours) 
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3 Methods 

3.1 Data 

The questionnaire was distributed to 250 respondents who were employees of various 
information technology (IT) organisations in and around North Indian cities. After 
eliminating consistency in responses and cleaning the data 225 responses were 
considered for the final analysis. The sample comprised of a mix of male and female 
respondents. Out of the male sample, 78% were single while the remaining 22% males 
were married. Considering the female respondents, 43% of them belonged to the single 
category and the rest 57% were married. On the other hand, out of the male respondents, 
69% belonged to the age group of 21–25 years, followed by 31% belonging to the age 
group of 26–30 years. For the female respondents, 42% were of the age category of  
21–25 years. 58% represented the age group of 26–30 years. 

3.2 Procedures 

The researchers adopted a convenience sampling approach where the respondents were 
contacted through networking in IT organisations in and around North India playing 
operational and software development roles. The samples were randomly picked from a 
list of probable respondents. Primary data was collected by using questionnaire.  
The researchers interacted with the respondents on person-to-person basis and collected 
the filled up forms after the conclusion of the survey. Out of 300 questionnaires,  
250 completed questionnaires (83% response rate) were identified and considered for the 
study. However out of these 250 responses 225 responses were found to be suitable for 
analysis after further data cleaning. 

3.3 Measures 

The questionnaire used in the study had a five-point Likert scale (1 for ‘strongly disagree’ 
to 5 for ‘strongly agree’). The respondents were asked to respond to the items depicting 
the measures used in this study. The instrument (Appendix 1) used was aimed to identify 
respondent opinion on their ITS pertaining to four social antecedents namely, supervisor 
support, co-worker support, social network, group cohesiveness and ITS. 
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• Supervisor support scale: Fukui et al. (2014) developed the supervisory support 
scale which included sub scales pertaining to emotional support, support needed for 
goal attainment and support for individual development. The items used for the 
construct supervisor support were developed on the basis of the scale developed 
previously by Eisenberger and Rhoades (2002), Dawley et al. (2007) and Kalidass 
and Bahron (2015). 

• Co-worker support scale: prior research shows that O’Driscoll (2000) had developed 
the social support scale for measuring the construct co-worker support. This scale 
was further modified further by O’Driscoll et al. (2004). The items used for the  
co-worker support scale were based inputs from previous scales developed by Smith 
et al. (2013a), Settoon and Mossholder (2002) and Yang et al. (2015). 

• Social network scale: the scale used for the items consisting the construct social 
network were modified from the scale previously used by Lubben et al. (2006)  
[the scale is popularly known as the Lubben social network scale (LSNS-6)]  
(Aiken and Hage, 1968; Moynihan and Pandey, 2008). 

• Group cohesiveness scale: Henry et al. (1999) developed the group cohesiveness 
construct on the basis of a scale popularly known as the ‘group identity’ scale.  
Here group identity (group cohesiveness) was described as the way in which group 
members identified themselves with the group which was unique and different  
from what was known as social identity among employees and their cohesion.  
The sub-items used in the scale were cognitive, affective, and behavioural 
(interdependence) perspectives. The group cohesiveness scale for the present study 
was developed with modifications of the scale previously developed by Treadwell  
et al. (2001). 

• ITS scale: the ITS scale had five items each. The ITS scale was modified on the basis 
of the Michigan organisational assessment questionnaire (Cammann et al., 1979; 
Seashore et al., 1982) and inputs were also taken from the Lyons’ (1971) propensity 
to leave scale. 

4 Results 

Cronbach’s alpha score was calculated for each item in order to know whether the 
various items of the instrument used in the study were statistically relevant. The analysis 
revealed that Cronbach’s alpha score of 0.715 for 25 items was within the acceptable 
range (Table 1). 
Table 1 Reliability statistics 

Cronbach’s alpha N of items 
0.715 25 
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Table 2 indicates that among the social variables; supervisor support had the highest 
mean score (4.46), followed by co-worker support (3.90). This was followed by ITS 
(3.82), social network (3.31) and group cohesiveness having a mean score of 3.14. 
Table 2 Descriptive statistics 

 N Mean Std. deviation 
Supervisor support 225 4.46 0.740 
Co-worker support 225 3.90 0.610 
Social network 225 3.31 0.499 
Group cohesiveness 225 3.14 0.397 
Intention to stay 225 3.82 0.580 
Valid N (listwise) 225   

The respondents were asked to express their views on issues like supervisor support,  
co-worker support, social network, and group cohesiveness which might influence their 
ITS. Kaiser-Meyer-Olkin (KMO) score of 0.758 computed during data analysis using 
SPSS 20 version indicated that it was well within the acceptable range as the measure for 
sampling adequacy. 

As the instrument (Appendix 1) used in the study was modified from the studies 
previously used by other authors in foreign or overseas context, the measures of the same 
were analysed using exploratory factor analysis (EFA) followed by confirmatory factor 
analysis (CFA) considering their relevance and implications in the Indian context. 

Responses collected from the employees were fed into EFA where items belonging to 
each construct were extracted out (for six principal components) having component 
scores above 0.5 using varimax rotated component analysis (Appendix 2). These were 
subsequently fed into AMOS 20 for CFA. 

4.1 Confirmatory factor analysis 

The construct items identified from EFA (Appendix 2) were fed in for CFA using  
AMOS 20. Figure 2 depicts the CFA estimates for the constructs and the model. 

The standardised regression and correlation estimates of the construct items (collected 
from AMOS outputs) were fed into the MS Excel statistical tool package tool developed 
by Gaskin (2016) for computing the AVE and MSV scores (Lowry and Gaskin, 2014)  
of the constructs. 

4.1.1 Construct convergent and discriminant validity 

Appendix 3 reveals that, the AVE of the constructs was having higher scores above the 
threshold value of 0.5 indicating that the constructs were having adequate convergent 
validity. As the AVE score of the constructs was having lesser scores compared to their 
individual MSV scores this indicates that these constructs were also having adequate 
discriminant validity. 
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Figure 2 CFA estimates and model (see online version for colours) 

 

4.1.2 Model fit analysis 
In order to test the model fit, goodness-of-fit index (GFI) and root mean square error of 
approximation (RMSEA) scores were looked upon as ‘absolute fit measures’ (Byrne, 
2001). Apart from these indices comparative fit index (CFI) was also computed to 
analyse the model fit. Table 3 shows that the GFI (0.915), CFI (0.948), and RMSEA 
(0.058) scores are well within the standard recommended values for said indices 
establishing the fitness of the proposed model (Hair et al., 1998). Normed chi-square 
score of 1.741 was also found to be well above the acceptable value. 
Table 3 CFA: model fit summary 

Fit indices RMR GFI CFI RMSEA Normed λ2 (CMIN/df) 
Default model 0.046 0.915 0.948 0.058 1.741 

4.2 Structured equation model (SEM) 

In order to have an estimation of the structural fit of the hypothetical model, the variables 
were put into the structural model estimates using AMOS with ITS as the dependent 
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variable. Supervisor support, co-worker support, social network and group cohesiveness 
were fed as independent variables. It is noteworthy that the maximum likelihood of the 
estimate algorithm to be used for analysing the fit indices was expected to be univariately 
normal. 

4.2.1 Regression estimates and hypothesis testing 
The hypothesis set for the study were tested by using regression analysis (Table 4) 
estimates and structured equation modelling for the empirically tested model  
(Appendix 4). 
Table 4 Regression weights 

Particulars β Std. β S.E. C.R. P 

ITS <--- SupervisorSupport 0.393 0.295 0.136 2.878 0.004 
ITS <--- CoworkerSupport –0.001 –0.001 0.136 –0.011 0.991 
ITS <--- SocialNetwork 0.197 0.141 0.133 1.484 0.138 
ITS <--- GrpCohesiveness 0.514 0.255 0.195 2.632 0.008 

Regression estimates from Table 4 clearly indicates that out of all the independent 
variables, only supervisor support (β = 0.393, P = 0.004) and group cohesiveness  
(β = 0.514, P = 0.008) had significant relationships with the dependent variable ITS. This 
establishes the partial acceptance of the hypothesis of the study. 

Table 5 on the other hand revealed that all the independent variables namely 
supervisor support, co-worker support, social network and group cohesiveness had 
significant covariance (P < 0.05) with one another. 
Table 5 Covariances: (group number 1 – default model) 

Particulars β S.E. C.R. P 

SupervisorSupport <--> CoworkerSupport 0.175 0.038 4.611 0.000 
SupervisorSupport <--> SocialNetwork 0.218 0.041 5.304 0.000 
SupervisorSupport <--> GrpCohesiveness 0.108 0.026 4.094 0.000 
CoworkerSupport <--> SocialNetwork 0.145 0.034 4.327 0.000 
CoworkerSupport <--> GrpCohesiveness 0.128 0.027 4.777 0.000 
SocialNetwork <--> GrpCohesiveness 0.111 0.025 4.468 0.000 

Based on the results obtained from Tables 4 and 5, the SEM (Figure 3) evolving  
out of the same, ignored any relationship between co-worker support and ITS (since  
std. β = –0.001; p = 0.991) as well as social network and ITS (since std. β = –0.14;  
p = 0.138). Considering the significant covariances between supervisor support <->  
co-worker support, supervisor support <-> social network, supervisor support <-> group 
cohesiveness, co-worker support <-> social network, co-worker support <-> group 
cohesiveness and social network <-> group cohesiveness as revealed in Table 5, it was 
assumed that there could be similar relationships between these variables which was 
explored in the model depicted in Figure 3. 
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Figure 3 SEM – empirically tested model (see online version for colours) 

 

Table 6 Regression weights: (group number 1 – default model) 

Particulars β Std. β S.E. C.R. P 

CoworkerSupport <--- SupervisorSupport 0.426 0.460 0.083 5.123 0.000 
SocialNetwork <--- SupervisorSupport 0.492 0.501 0.094 5.214 0.000 
SocialNetwork <--- CoworkerSupport 0.166 0.156 0.089 1.858 0.063 
GrpCohesiveness <--- CoworkerSupport 0.286 0.382 0.073 3.941 0.000 
GrpCohesiveness <--- SupervisorSupport 0.066 0.096 0.072 0.920 0.357 
GrpCohesiveness <--- SocialNetwork 0.183 0.260 0.070 2.612 0.009 
ITS <--- SupervisorSupport 0.458 0.346 0.122 3.760 0.000 
ITS <--- GrpCohesiveness 0.621 0.325 0.175 3.555 0.000 

Notes: The critical ratio (CR) is the commonly recommended basis for testing statistical 
significance of SEM components with CR values beyond ±1.96 establishing 
significance. 

Table 6 and Figure 3 reveals that supervisor support (std. β = 0.346 and P = 0.000)  
and group cohesiveness (std. β = 0.32, p = 0.000) had significant association with 
employee ITS. The significant relationship of co-worker support and group cohesiveness 
(std. β = 0.38, p = 0.000) as well as group cohesiveness and employee ITS (std. β = 0.32, 
p = 0.000) establishes the role of group cohesiveness as a mediating factor between  
co-worker support and ITS. Table 6 and Figure 3 also indicates that co-worker support 
did not have any significant relationship with social network (std. β = 0.16, p = 0.063, 
which means p > 0.05). On the other hand supervisor support did not have any significant 
relationship with group cohesiveness (std. β = 0.096, p = 0.357, which means p > 0.05). It 
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can also be seen that significant relationship existed between supervisor support and  
co-worker support (std. β = 0.46, p = 0.000); supervisor support and social network  
(std. β = 0.501, p = 0.000) as well as social network and group cohesiveness  
(std. β = 0.26, p = 0.009). Based on these findings the model was further refined as 
revealed in Figure 4. 

Figure 4 The empirically tested SEM (see online version for colours) 

 

The regression scores revealed in Table 7 justifies the model supported by the favourable 
model fit indices (depicted in Table 8). The GFI (0.911), CFI (0.946) and RMSEA 
(0.058) scores were found to be well within the acceptable limits (Hair et al., 1998) 
indicating good acceptance of the model. 
Table 7 Regression weights: (group number 1 – default model) 

Particulars Estimate Std. β S.E. C.R. P 

SocialNetwork <--- SupervisorSupport 0.553 0.584 0.085 6.530 0.000 
CoworkerSupport <--- SupervisorSupport 0.443 0.481 0.083 5.313 0.000 
GrpCohesiveness <--- CoworkerSupport 0.286 0.406 0.064 4.451 0.000 
GrpCohesiveness <--- SocialNetwork 0.206 0.300 0.058 3.575 0.000 
ITS <--- GrpCohesiveness 0.587 0.289 0.172 3.414 0.000 
ITS <--- SupervisorSupport 0.493 0.373 0.119 4.134 0.000 

Table 8 Fit indices used for testing the structural model 

Fit indices RMR GFI CFI RMSEA Normed λ2 (CMIN/df) 
Default model 0.049 0.911 0.946 0.058 1.745 

5 Discussion 

The revelations from the above analysis were subsequently run for data imputation for 
each construct using AMOS (Figure 5). The model based on imputed data indicates the 
role of group cohesiveness as a major mediating factor influencing employee ITS.  
Group cohesiveness on the other hand was found to be influenced by co-worker support 
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(std. β = 0.49, p = 0.000) and social network (std. β = 0.32, p = 0.000). The model can be 
also be viewed through the influence of supervisor support as the variable was found to 
have significant association with social network (std. β = 0.64, p = 0.000) and co-worker 
support (std. β = 0.53, p = 0.000) as well as that on employee ITS (std. β = 0.36,  
p = 0.000). 

Figure 5 Empirically tested model (after data imputation) (see online version for colours) 

 

Further revelations in the model show that co-worker support or social network alone 
have no direct implications on employee ITS unless and until they induced group 
cohesiveness among the employees working in the organisation. Surprisingly supervisor 
support alone had no implications on group cohesiveness. The impact of supervisor 
support on group cohesiveness was induced by eliciting co-worker support (std. β = 0.53, 
p = 0.000). 

5.1 Supervisor support and co-worker support 

One of the most important findings of the study is the association of supervisor support 
with co-worker support. Many researchers have conducted studies in the past contending 
similar relationships between supervisor and co-worker support. As for example, the 
study conducted by Yang et al. (2019b) justified that supervisor support and co-worker 
support were interrelated to each other. Mayo et al. (2012) discussed the role of 
supervisory and co-worker support for buffering the role conflict and stress at the 
workplace. Charoensukmongkol (2014) and Charoensukmongkol et al. (2016) contended 
that co-worker and supervisor support had direct as well as indirect implications on 
employee job satisfaction. However majority of these studies had depicted such 
relationships in the context of overseas conditions and treating the variables as contextual 
factors. However the findings in the present study are unique and novel, which not only 
considers the Indian perspective but also treatment of supervisor and co-worker support 
as important social factors in employee retention research. 
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5.2 Supervisor support and social network 

Prior researches had mostly established the indirect influences of supervisor support on 
social network. As for example the study conducted by Kossek et al. (2011) had justified 
that individuals in an organisation considered social support when they perceived that 
they were being cared, loved and valued of being part of a social network having mutual 
obligation or interdependency for one another. Similar results obtained from other 
researches justify the finding that supervisor support and organisational support were 
important determinants of social support system in an organisation. Etzion (1984) 
previously described social support as an informal social network that assisted employees 
with empathy, emotional support, practical job assistance and informational support 
which are also essential elements of supervisor support (Maertz et al., 2007; Eisenberger 
and Rhoades, 2002; Chen and Chiu, 2008). The present study revealed significant 
association between supervisor support and social network which are unique in terms of 
establishing a direct relationship between these two variables, which had not been 
previously ascertained by any of the prior studies. 

5.3 Co-worker support and group cohesiveness 

The association between co-worker support and group cohesiveness had been  
under-researched issue in management literature. Although group cohesiveness is 
considered as an important construct defining the behaviour of people working in groups, 
authors like Casey‐Campbell and Martens (2009) had indicated that there is a significant 
lack of consistency in research findings regarding the same. Rosh et al. (2012) indicated 
that group cohesiveness as one of the most researched constructs related with employee 
performance and team work. Severt and Estrada (2015) highlighted the importance of 
affective and an instrumental functions for contributing to group cohesiveness which is 
indicative of the fact that such support is extended by the members of the group or the  
co-workers associated in the group. Similar opinion had been indicated by authors like 
Wu et al. (2015). They had justified that group cohesion among employees could be in 
the form of various dimensions, namely, emotional or social cohesion. They further 
indicated that emotional cohesion in the group could be achieved by proximal 
relationship between the members of a group which is influenced by close proximity and 
the tendency of interdependence of the members with one another. Apaydin and Sirin 
(2016) have argued that group cohesiveness has an important role for providing  
socio-emotional support to the employees belonging to a group which contributed 
towards group effectiveness. All these studies indirectly highlighted an important 
understanding that although there might not be any direct research evidence regarding the 
relationship between co-worker support and group cohesiveness, the association between 
the same could not be ignored. The findings of the present study depicting significant 
association of co-worker support with group cohesiveness are in line with the previously 
existing literature. 

5.4 Social network and group cohesiveness 

According to Galaskiewicz (1979), various stakeholders in a social network of an 
organisation are interrelated with each other from their positions in the organisation as 
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well as from the network perspective. This provides these members the opportunity to 
constantly interact as well as restrain interactions between one another wherever required 
as per the organisation or the needs of the existing social structure. These authors also 
argued that members of a social network express their relationships between one another 
as social ‘ties’ which are considered to be important for exchanging crucial resources like 
information, knowledge, expertise, job know-hows, competence, physical resources, 
market connections, authority to take decisions etc. Authors like Ibarra and Andrews 
(1993), Manev and Stevenson (2001) and Tichy et al. (1979) were of the opinion  
that social networks were important in organisations for developing and fostering 
instrumental ties which facilitate teamwork and partnership. Warner et al. (2012) showed 
that social network analysis could be used as a valuable insight for indicating and 
interpreting employee relationships influencing their team behaviour and dynamics. 
These findings strongly contend that theoretically social network among employees could 
have important considerations for influencing group dynamics and group cohesiveness. 
The present study indicates significant association between social network and group 
cohesiveness (p ≤ 0.05) which could be supported by the findings made by other authors. 

5.5 Group cohesiveness and ITS 

Group cohesion had been studied by authors in order to establish its interrelationship with 
employee performance and job satisfaction. Banwo et al. (2015) found that group 
cohesiveness was important for employee performance. Wu et al. (2015) in a recent study 
found that group cohesion played an important role on employee turnover intention  
and job performance by mediating through their job satisfaction. Urien et al. (2017) had 
also shown that high levels of group cohesion had interrelationship with high job 
satisfaction. Tims et al. (2013) had discussed the role of group cohesion as an important 
social resource used by employees to manage organisational job related demands.  
A similar perspective was previously presented by Jimmieson et al. (2010), who pointed 
out that group cohesiveness, might be playing a buffering role in between job demands 
and employee job satisfaction. The findings of the present study had clearly indicated 
significant association between group cohesiveness and employee ITS which reinforces 
the findings of the existing literature. The present study could be considered to have 
important theoretical implications by establishing the association of group cohesiveness 
with employee ITS. 

5.6 Supervisor support and ITS 

The present study had also revealed significant association between supervisor support 
and ITS. The research conducted by Kalidass and Bahron (2015) showed that supervisor 
and perceived organisational support had significant relationship with organisational 
commitment thereby influencing their turnover intention. Another study conducted by 
Nichols et al. (2016) revealed that employees were likely to show lesser intentions to 
leave if they received optimum levels of supervisor support at their workplace. Similar 
results have been seen for employees working in the F&B sector. The authors namely, 
Wongboonsin et al. (2018) showed that supervisor support played a crucial role for 
retaining employees in organisations belonging to the F&B sector. The findings of the 
present study established significant relationship between supervisor support and 
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employee ITS which is in alignment with those found by the other authors in overseas 
organisations. 

6 Limitations 

The study had been conducted considering only 225 respondents working in IT 
organisations in and around the cities in North India. It could be conducted in other major 
cities in and around the country which are considered to be popular IT hubs. As the study 
had been constrained by time limitations and availability of necessary support and 
logistics, the same could be planned out in advance for a Pan India research. The study 
ignores the intervention of any control variables which could be improved upon. The 
present study had also not taken into account any qualitative inputs from the respondents 
and subject matter experts of the industry which could be important considerations while 
designing and planning the study. For further research, more social factors could be 
explored which could lead to better insights on the research topic. 

7 Practical implications 

Previously conducted studies of Mutsuddi and Sinha (2017a, 2017b) eluded the 
importance of group cohesiveness as the mediating factor between co-worker support and 
social network influencing employee ITS. Before these, prior researchers had given more 
importance to organisational, behavioural and contextual factors as determinants of 
employee retention in organisations. The findings of the present study had established the 
fact that HR policy makers need to come out with HR practices which could significantly 
contribute to improve the social environment in their organisations which could lead to 
effective social ties in the form of group cohesiveness, co-worker support and social 
networking among the employees. The supervisors on the other hand needed to extend 
support to the employees to facilitate social networks and co-worker support which could 
lead to enhance group cohesiveness at the workplace. 

Improving group cohesiveness, social networks, supervisor and co-worker support 
systems could act as enablers to create better understanding between people in the 
organisation. HR policies could be aimed to implement changes in the organisation 
improving the way people interacted socially in the organisation. Policy wise it might 
look awkward for many employers to consider co-worker relations and social interaction 
(networking) among people as enablers of employee retention. With the advent of newer 
organisational frameworks with technologies facilitating high levels of automation,  
IT organisations might face situations to allure their talents with better takeaways in 
terms of having an enriching as well as engaging social climate at the workplace. More 
involvement in employee personal and social lives which may apparently look to be risky 
and time consuming could provide long-terms dividends by making people feel valued in 
their organisations. 
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8 Conclusions 

The study has highlighted the role of social antecedents like supervisor support,  
co-worker support, social network and group cohesiveness in employee ITS perspectives 
with reference to IT organisations located in and around the North Indian cities. The 
study has brought about an important paradigm shift of focus from organisational, 
behavioural and contextual factors to the social factors influencing employee ITS. Group 
cohesiveness was found to be as an important mediator of social factors like co-worker 
support and social network influencing employee ITS. The impact of supervisor support 
on employee ITS was established both directly as well as by influencing social network 
and co-worker support which further elicited group cohesiveness at the workplace. The 
model analysed in the present study could be considered to be important for policy 
makers while bringing about changes in HR practices giving more consideration for 
social factors as determinants of employee retention. 
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Appendix 1 

Table A1 Items used in the instrument 

Sl. no. Items 
1 At present I am not think about leaving this company (ITS1) 
2 I am willing to continue with this organisation (ITS2) 
3 I feel attached with and committed to this organisation (ITS3) 
4 I plan to work at my present job for at-least for some more time (ITS4) 
5 Right now I am not looking for a new job (ITS5) 
6 I get ‘on-the job’ guidance from my supervisor for improving my performance (SS1) 
7 I get emotional support and assistance from my supervisor (SS2) 
8 My supervisor helps me with value-added services to improve  

quality of work life (SS3) 
9 I receive feedback from my supervisor to do well (SS4) 
10 My supervisor stands for me in difficult times (SS5) 
11 I receive emotional support from my colleagues (CS1) 
12 I receive job-sharing assistance from my colleagues during job assignments (CS2) 
13 I receive advisory assistance from my peers (CS3) 
14 I get ‘on-the job’ assistance from my peers (CS4) 
15 I receive encouragement from my colleagues (CS5) 
16 Social networking in the organisation had helped me to have a better  

understanding of my job role (SN1) 
17 I can connect with people in the organisation through social network (SN2) 
18 Social networking in the organisation had helped us to form partnerships and 

collaborations for day to day work (SN3) 
19 Social networks had helped me to know more about other projects and  

assignments in the organisation (SN4) 
20 Social networking in the organisation had helped to get access to information (SN5) 
21 Employees have a strong bond with their group members (GC1) 
22 We have high levels of attachment with the group to  

which we work in the organisation (GC2) 
23 We enjoy interdependence within the group to which we belong (GC3) 
24 The mutual bond among group members helps us to perform optimally (GC4) 
25 I feel valued the more when I interact within the group (GC5) 
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Appendix 2 

Table A2 Rotated component matrixa 

 Component 
1 2 3 4 5 6 

SS1 0.607      
SS2 0.561      
SS3 0.597      
SS4  0.623     
SS5  0.600     
CS1   0.773    
CS2       
CS3   0.723    
CS4       
CS5   0.738    
SN1       
SN2       
SN3  0.872     
SN4  0.745     
SN5  0.737   .  
GC1    0.778   
GC2       
GC3    0.857   
GC4       
GC5    0.798   
ITS1      0.696 
ITS2       
ITS3      0.857 
ITS4       
ITS5      0.776 

Notes: Extraction method: principal component analysis. Rotation method: varimax with 
Kaiser normalisation. aRotation converged in 21 iterations. 
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Appendix 3 

Figure A1 Computation of AVE, MSV and CR using Gaskin’s statistical tool package  
(see online version for colours) 

 

Appendix 4 

Figure A2 Testing of hypothesis by the empirical model (see online version for colours) 

 


